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Resources, Inc. (MRI) of Meredith, NH, and Human Resources Services, Inc. (HRS) of Andover,
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FINAL REPORT

TOWN OF TEWKSBURY, MASSACHUSETTS
CLASSIFICATION AND COMPENSATION STUDY

APRIL 2015

INTRODUCTION

Scope of Services

The Town of Tewksbury, Massachusetts, engaged Municipal Resources, Inc. (MRI) to develop a
Classification and Compensation Plan based on comparative analysis of approximately 100
positions from town departments, and to conduct a market pay-related benefits analysis.
Additionally, six School positions were included in the study for market data, but will not be
included in the Classification Plan. This study was commissioned to re-examine the
responsibilities, work performed, and market pay rates for each position included in the study,
as well as review some specific pay-related benefits such as longevity and call back pay, as well
as compensatory time policies and type of compensation systems. In general, the study
involved developing new, standardized job descriptions, classifying those positions according to
a uniform point analysis standard, surveying the market of comparable municipalities to
determine rates of compensation, and developing and recommending a new classification and
compensation plan and system and making recommendations pertaining to the town’s pay-
related benefits. The system includes both union and non-union positions; of course, the union
positions would require appropriate union negotiations.

CLASSIFICATION AND COMPENSATION

A position classification and compensation plan is an essential and vital component of a
comprehensive personnel administration system. The perception that the compensation plan
is objective and fair in its assignment of pay to individual positions lends credibility to the
town’s entire personnel system. The plan represents a systematic, formalized procedure for



developing equitable job groupings and equitable compensation levels for all positions. The
plan is based upon the underlying assumption that individuals should receive “equal pay for
equal work”.

However, implementation of a position classification and compensation plan should not be
viewed as the final step in achieving job equity. The plan must be reviewed on a regular basis
to ensure that decisions regarding position requirements and compensation accurately reflect
the town’s current service needs, while continuing to maintain the integrity and relevance of
the plan.

MRI has reviewed the current job duties and compensation levels for the positions studied.
Recommendations for placement of positions within the new plan are made along with any
potential cost impact. Job descriptions have been revised in a standardized format to reflect
more accurately actual job content and to enhance their usefulness as tools in decisions
involving pay, recruitment, promotion, and evaluations. Recommendations have also been
made pertaining to the pay-related benefits provided by the town to employees.

For maximum effectiveness, the relationship between consultant and client must be a
cooperative effort. While Municipal Resources, Inc. assumes responsibility for all final

recommendations, client input has been sought, carefully weighed, and incorporated into the
report whenever possible.

Study Process

This project included the following steps:

° Organizational Meetings with town officials to discuss the goals and objectives of
the study.
. Orientation Meetings with town officials and employees covered in the study to

explain project activities, objectives, and methodology. These meetings also
gave employees an opportunity to meet MRI consultants and ask questions.

. A thorough Job Analysis Process which involved reviewing position duties and
responsibilities (essential functions) utilizing position analysis questionnaires and
on-site interviews.

. Preparation of updated Job Descriptions with review and comment from
employees and supervisors. Employees had an opportunity to review draft job
descriptions individually or as a group.
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° A thorough Job Evaluation Process. Position rating and ranking utilizing
MRI/HRS’ rating manual.

° Development of a Classification Plan. Position assignment to grades based on a
system of objective evaluation.

. Thorough Market Analysis using comparable municipalities jointly selected by
town officials and MRI.

. Thorough Pay-related Benefit Analysis review using comparable municipalities.
Recommendations were made as a total compensation package to include both

pay-related benefits and salary.

° Several discussions with Town Officials to review pay policies and draft work
products (i.e., comparative data and other related materials).

° Preparation of minimum estimated /mplementation Costs.

° Provision of guidelines for maintaining the plan.

Final preparation of Report to the Town with explanation of recommendations
and methodology.

The following documents have been prepared for the Town of Tewksbury, MA:

. Proposed FY2016 Classification Plans
] Proposed FY2016 Compensation Plans
° Pay-related Benefit/Policies
° Market Data Analysis (Town and School positions)
° Position Analysis Questionnaire (PAQ)
° Updated Job Descriptions
° Position Rating Manual
FINAL REPORT: Town of Tewksbury, MA - Class & Comp Study Page 3
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MRI PROJECT TEAM

Carol M. Granfield
Project Manager and Senior Principal Consultant

Aleksandra E. Stapczynski
Principal Consultant

Anthony Torrisi
Senior Management Consultant

The project team conducted the following analytical activities:

° The consultants met with the town officials at the onset of the study to
determine the parameters of the project and expected outcomes of the study.
Orientation sessions were provided. The Town of Tewksbury provided MRI with
necessary documents to include the union contract, personnel plan, benefit
material, current salary structure, and current job descriptions. The consultants
were given specific directives.

° The project team immediately began the process of interviewing all employees
included in the study.

° The project team supplemented this input through the use of employee position
analysis questionnaires. Most employees took advantage of this opportunity to
provide necessary input to the consultants regarding their positions, essential
functions, and necessary qualifications

° The project team collected salary information from each of the comparable
municipalities; these were used as the basis for this analysis and are provided as
attachments to this report.

° The project team also reviewed initial findings and issues with the Town
Manager and Human Resources Director. Final draft report and draft job
descriptions were submitted for review.
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EXECUTIVE SUMMARY

Scope

The study included a review of approximately 100 positions (union and non-union), salary, and
specific pay-related benefits. This provided analysis of the job duties of each position, as well
as the current salary structure. Additionally, six School Administrator positions were also
included in the salary market survey portion of the study only.

Classification and Compensation

Several meetings were conducted with town officials throughout the project. Orientation
sessions were provided for all employees. Interviews were conducted with at least one
employee from each classification group. A thorough job analysis process of reviewing
responsibilities of all positions was conducted. Job descriptions were developed and included
reviews of drafts by employees and supervisors before they were finalized.

A thorough market analysis was conducted utilizing comparable municipalities. The twelve
municipalities analyzed were: Andover, Bedford, Burlington, Chelmsford, Danvers, Dracut,
Melrose, North Andover, North Reading, Reading, Westford, and Wilmington. The comparison
for School positions included comparisons from the following seven communities: Andover,
Chelmsford, Danvers, North Andover, North Reading, Stoneham, and Wilmington. A
comparison was made of the average minimum and maximum salaries.

The job evaluation process establishes the relative value of jobs within an organization,
whereby positions are analyzed, measured, and compared against a common set of criteriain a
systematic and objective manner. A point-factor evaluation system was used that involved
positions being rated on fourteen relevant factors, by one or two consultants, and then ranked
and assigned a grade. The Proposed Classification and Pay Plans include grades that
incorporate a blending of the point-factor system, and the market data, along with other
unique qualities that pertain to the Town of Tewksbury.

The Plan

The Proposed Classification and Compensation Plans were developed to provide the Town of
Tewksbury with a solid structure to equitably group similar valued positions within a grade. It
provides a Compensation Plan with 13 grades. Each grade includes ten steps from the
minimum to maximum salary with 2.5% between each step. The increases from minimum to
maximum within each grade is approximately 25%, and there is 9% between each grade level,
thus providing growth for positions. Comparative data was considered to set the grade
parameters, while the classification process controlled the internal assignment of positions to
compensation levels. The step system proposed provides more equity and consistency to all
pay plans currently utilized for both union and non-union positions. The new pay ranges
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provide town officials with flexibility for hiring and placement levels based on education and
experience and allows for flexibility for performance achievements if desired in the future.
While the structure includes all positions in one plan, it provides flexibility for the town to
separate out the plan to accommodate varying unions and groups. There are some title
changes recommended. A total of 22 employees are recommended to have salaries increased
to bring their positions to the minimum salary in the grade assigned.

The projected cost to implement the proposed plan for a full year is$93,044. The Town will
compute the additional cost to place employees on steps within the proposed grade. Options
for a phased in approach are discussed in the report. It is up to the town to determine its
ability to pay with regards to implementation of this proposed plan. Those employees failing
below the grade range should be brought into the entry level of the grade. A phased in
approach over two fiscal years could take place for any positions with excessive increases.

Pay-related Benefits

Specific pay-related systems/benefits were evaluated which resulted in the development of a
compensation plan with 10 steps. Comparable communities have similar systems with steps
ranging from 7 to 12 steps. The possibility of having a performance evaluation system to
increase through the steps should be considered. Tewksbury has a very generous longevity pay
system which adds to the overall compensation benefit. Various compensatory time policies
were also reviewed.

Maintenance/Update

Tewksbury is provided with the tools to keep the Plan updated. The Rating Manual provided is
to be used by the Town Manager and Human Resources to assist with evaluating positions.
Salary data should be reviewed at least every three years in order to remain competitive with
the town’s salary structure.

PROJECT REPORT

Details of the Methodology

in the Town of Tewksbury, MA, the evaluation of job descriptions, position classification, and
compensation levels was undertaken for all employees included in the study. Employees were
asked to complete position analysis questionnaires (PAQ) describing their duties, working
conditions, physical requirements, supervision, required education, training and experience,
tools, equipment, and technology requirements of the job. Following an analysis of these
completed PAQs, on-site interviews were held with the employees. Position descriptions were
drafted throughout the duration of the study and forwarded to the town for employee and
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supervisor review and comment. Final position descriptions incorporated pertinent
information from questionnaires, interviews, and draft commentary.

Throughout this process, position rating was done by the consultant team using the MRI/HRS
Municipal Position Classification and Rating Manual. A copy of this manual is provided to the
town as a separate document. Initial rankings of positions were discussed with the Town
Manager and Human Resources Manager. The process of the job rating is based solely on the
duties and responsibilities of the position and has no relationship to the abilities, performance,
or longevity of the employee currently holding the job.

At the same time, salary and benefit data from municipalities comparable to Tewksbury was
gathered and analyzed for as many positions as possible. Some of the factors reviewed in
determining appropriate comparable communities included such items as population, form of
government, equalized valuation per capita, size of budget, income per capita, location, etc.
The sources for the profile data for each community selected included the Massachusetts
Municipal Association and the Department of Revenue. A total of sixteen comparable
municipalities were sent surveys; twelve were received that had sufficient relevant information
to incorporate into the survey. Not all surveys contained comparable positions; however, the
range of three to twelve comparisons for most positions provided a good salary comparison.
Data is being utilized from the following twelve municipalities:

Andover Danvers North Reading
Bedford Dracut Reading
Burlington Melrose Westford
Chelmsford North Andover Wilmington

A survey of School Administrator positions was also conducted. The survey and positions were
reviewed separately and not included in the proposed Classification and Compensation Plan.
New job descriptions were developed and salaries evaluated. The survey for these positions
included comparisons from the following seven communities: Andover, Chelmsford, Danvers,
North Andover, North Reading, Stoneham, and Wilmington.

CLASSIFYING AND COMPENSATING POSITIONS

THE CLASSIFICATION PLAN

It is important to consider the objectives of (1) Job Analysis and (2) Job Evaluation when
reviewing the proposed classification plan. Building the classification plan to incorporate it
within the current plan involved both job analysis and job evaluation.
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Of critical importance in the process of reviewing jobs are the inherent job factors and the
particular skills or quality of work required of the position. A thorough Job Analysis produces,
in general, five kinds of basic information to aid in this process:

1. information about the nature of work (e.g., essential functions and
purpose/objective of the position)

2. The level of work (e.g., degree of complexity and accountability)

3. Job requirements (e.g., the knowledge, skills, abilities, and other special
requirements/characteristics needed to perform the job)

4, Job qualifications (e.g., minimum education, training, and experience needed to
qualify)
5. Working conditions (e.g., the psychological, emotional, and physical demands

placed on employees by the work environment)

As stated earlier, information about each position studied was obtained through detailed
position analysis questionnaires (PAQ) and employee interviews. Employees were asked to
describe their positions in detail on the PAQ form. New job descriptions have been developed
from the information obtained from the PAQ and interviews.

Job Evaluation is a process that establishes the relative value of jobs within an organization.
There may be several reasons for carrying out this process; the main ones are: (1) to establish
the correct rank order or groupings of jobs, (2) to establish the relative distance between jobs
within the ranking, and (3) to provide an objective measurement of job size for comparison
with other jobs and enable salary comparisons to be made.

Job evaluation is the process whereby positions are analyzed, measured, and compared against
a common set of criteria in a systematic and objective manner. Job evaluation does not
produce a rate of pay. Rather, it produces a ranking of jobs in terms of “job content” around
which a salary structure can be established. Similarly, the evaluation process does not measure
an individual’s performance. The evaluation looks at the job, not the job holder; it assumes
that the job is being performed to a fully acceptable standard and that all the identified
requirements of a job are being met.

Using a point-factor evaluation system, positions were rated by the consultants, and then
ranked and assigned a grade. Fourteen rating factors were used to rate all of the positions.
These factors, detailed in MRI/HRS’ Municipal Position Classification and Rating Manual,
measured the requirements of each position in the following areas. The following are capsule
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descriptions of each rating factor. The manual describes each factor in great detail and by
degree.

1. PHYSICAL ENVIRONMENT
This factor measures the totality of the surroundings and/or circumstances
under which the job must be performed, the degree of difficulty which this
imposes, and their representative or exceptional nature.

2. BASIC KNOWLEDGE, TRAINING AND EDUCATION
This factor measures the basic knowledge or “scholastic content”; however, it
may have been acquired, essential as background or training to perform the job.

3. PROBLEM SOLVING SKILLS AND EFFORT
This factor measures the type and range of problem solving which the position
consistently requires.

4. PHYSICAL SKILLS AND EFFORT
This factor measures the degree of physical effort or exertion required in the
performance of essential work functions under regular conditions.

5. EXPERIENCE
Experience measures the length of time usually or typically required for the
position, with the specified “basic knowledge, training and education”, to
perform the essential work functions effectively under normal supervision.

6. INTERACTIONS WITH OTHERS/COMMUNICATION
This factor measures the relative level of human interaction and the
responsibility which goes with the job for meeting, dealing with, and influencing
other persons.

7. CONFIDENTIALITY
This factor measures the discretion and integrity required by those positions
which have access to privileged information handled or obtained in the normal
performance of duties.

8. OCCUPATIONAL RISKS

This factor measures the relative degree of exposure to hazards which might
cause injury on the job.

9. COMPLEXITY
This factor considers how difficult it is to perform the essential functions of the
job. Jobs are made more difficult by the range and diversity of the assignment of
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duties, various uses of information technology, the specificity and relevance of
guidelines for performing the work, and the nature or thinking challenge
required to accomplish the work.

10. SUPERVISION RECEIVED
This factor evaluates the nature of the instructions, direction, control, and/or
monitoring which a position receives.

11. SUPERVISION GIVEN
In rating supervision given, a number of factors are considered: (1) type of
supervision; (2) accountability; (3) for personnel actions; and {(4) budget
development and control through subordinates.

12. SUPERVISION SCOPE
This factor is used to evaluate the extent, breadth, and depth of direction,
monitoring, and review given.

13. JUDGMENT AND INITIATIVE
This factor measures the degree of independent action required by the position
and the extent to which duties are dictated by standard practice or the exercise
of judgment.

14. ACCOUNTABILITY
In every position, there inherently exists the possibility of error, whether through
omission, commission, or direction. In rating this factor, the following is
considered: the likelihood of errors; the possibility of error detection; and the
probably effect of errors based on the degree to which the work is checked,
either by the procedures themselves, by supervision, or by succeeding
operations.

As mentioned previously, job rating is not synonymous with performance evaluation. The
position, not the incumbent, is evaluated, assigned points, and a grade derived. The process
described in the MRI/HRS Rating Manual, submitted as a separate document, increases the
uniformity and objectivity in the application of judgments about positions and the groupings of
positions. This process can be used to update the classification plan, to determine how to place
new positions on the plan, and to re-grade a current position with adjusted duties to a different
grade. Samples of the Position Rating Summary Sheet are included in the Manual along with
the Points Assigned to Factor Degrees. A custom Grade Determination and Conversion Scale
was developed for the Town of Tewksbury.
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ARKET SURVEY AND DEVELOPING THE COMPENSATION PLAN

Municipal Resources, Inc. conducted a thorough salary survey and market analysis to determine
the market competitiveness for positions included in this study. To measure the pay rates
among competitors for these positions, MRI distributed custom survey documents to
comparable municipalities, those identified above. The summary and results of the survey are
provided in Appendix A.

All of the comparative data is FY-15 information and detailed on the survey charts. For each
position analyzed, data points were collected from the labor market. The data points indicate
the amount of salary information for each position surveyed. In some instances: (1) the
municipality did not have a comparable position; or (2) the consultants determined that the
position was not comparable to the position in Tewksbury. MRI used professional discretionary
judgment when comparing positions to the comparable data. The consultants analyzed both
the market survey data and the position ratings when placing the position on the
compensation/classification plan. While this market analysis and information provides the
town with benchmark salary data to set the parameters for compensation decisions, the client
must also consider the “uniqueness” of certain positions in the organization, as well as the
town’s ability to pay. The following is the analysis definitions for the data collected and
presented in the charts.

> All comparative market data collected is FY-15 salary and wage information.

> Certain salary/wage data collected has been pro-rated to hourly for comparative
purposes only. Certain salary/wage data collected has been annualized for
comparative purposes only.

» For each position analyzed, data points are collected from the labor market. The
Data Points indicate the amount of salary information for each position
surveyed. In other words, the number of communities/schools that reported
data for a particular position.

> In each cell, the top number indicates the minimum salary the community pays
and the bottom number indicates the maximum salary the community pays.

» The Average is the sum of the survey readings divided by the number of the
municipalities reporting. The Average shows the average minimum salary
among the comparables over the average maximum salary/wage among the
comparables.

> The Range shows the lowest minimum salary among the comparable
communities and highest maximum salary among the comparables.
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» in an array of survey readings, sorted from low to high, this is the reading that is
at the mid-point or middle of the data, indicating that 50% of survey participants
pay at or below this salary rate. The Median shows the midpoint of the
minimum salary among the comparable communities and the midpoint of the
maximum salary among the comparable communities.

» The 75% Percentile shows the 75" percentile of minimum and 75" percentile of
maximum. The percentile rank looks at the array of data points and gives each
data point a percentile rank, where the lowest data point is 0% and the highest
data point is 100%. In an array of survey readings, sorted from low to high, this
indicates that 75% of the surveyed market pays at or below this salary rate.

» The 90% Percentile shows the 90" percentile of minimum and 90" percentile of
maximum. The percentile rank looks at the array of data points and gives each
data point a percentile rank, where the lowest data point is 0% and the highest
data point is 100%. In an array of survey readings, sorted from low to high, this
indicates that 90% of the surveyed market pays at or below this salary rate.

> in some instances: (1) the municipality did not have a comparable position; (2)
the consultants determined that the position was not comparable; or (3) the

information was not made available to the consultants.

DESCRIPTION OF COMPENSATION AND CLASSIFICATION PLANS

Setting the rates of pay for jobs on the position hierarchy results in what is called a “pay
structure”. When reviewing or developing pay rates, a number of major policy decisions need
to be made. For example: How should the town pay level relate to the market? For what does
the town want to pay (i.e. job content, seniority, performance, cost of living, etc.)? How does
the town currently pay its employees? The resulting compensation plan should reflect the
town’s pay policies, the market place, internal job values, and the financial ability of the town
to pay at a given level. These are all questions that Tewksbury and the negotiating union
should take into account when reviewing the current structure along with discussing any new
structures or position changes.

The proposed Classification and Compensation Plans are presented in Appendix B. Pay ranges
were set for groups of positions which the consultants determined should be paid equally.
There are 13 grades on the compensation plan. Each grade includes ten (10) steps from the
minimum to maximum with 2.5% between each step. The total increase from minimum to
maximum within each grade is approximately 25% percent. Overall, there is 9% between each
grade level. Comparative data was considered to set the grade parameters, while the
classification process controlled the internal assignment of positions to compensation levels.
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Several of the union positions have varied pay plans with step systems. They are all very
different in ranges from minimum to maximum, number of steps, and percentages between
steps. This proposed step system will provide the opportunity for those positions that are
currently not in a step system pay plan to move through the range within their designated
grade level. The Town requested to have two Classification Plans developed with the same
system so, plans are included for AFSCME and PRRB. Additionally, there are two Pay Plans
provided, one based on 37.5 hours per week and one based on 40 hours per week.

ideally, when salaries of positions fall within 10% of the average range of comparable
communities, it is an indication that pay ranges are fairly equitable. This is a factor that was
evaluated by the consultants when preparing a new system.

Pay ranges and steps are in place in order to provide town officials with more flexibility for
hiring and placement levels based on education and experience and also allows for flexibility for
performance achievements if desired. In general, the pay ranges on the new proposed salary
schedule were developed utilizing the average market salaries and blended with the point
factor rating system. The schedule shows the hourly, weekly, and annual rates for employees.
Additionally, in the future, the town may want to consider tying the proposed compensation
plan to be more formalized and contemporary performance appraisal system.

This is a base salary plan and does not include compensation for longevity, special pay, benefits,
or other compensation. It is up to the town to determine its ability to pay with regards to
implementation of this proposed compensation plan. At a minimum, those employees falling
below the grade range should be brought into the entry level of the grade ranges within one to
two years. There are many types of implementation systems the town could utilize in order to
have a phased in approach. This study did not take into consideration performance, longevity,
or special abilities/talents of employees. Therefore, town officials may determine that it is
necessary to make further adjustments when placing employees within the proposed pay
ranges. The projected cost to implement the proposed plan for a full year is $93,044. Based on
data provided by the town, this involves 22 positions. The Town will compute the additional
cost to place employees on steps within the proposed grade.

PAY-RELATED BENEFITS

A survey was conducted of some specific pay-related benefits/polices in order to determine
how comparable the Town of Tewksbury is with other municipalities. In order to determine the
total compensation package, both salaries and benefits are typically considered. This is
significantly important for recruitment purposes in order to attract qualified applicants and
then retain them. The summary of specific pay-related benefits and policies surveyed is located
in Appendix A. A review of the benefits, and systems reviewed indicates that all communities
currently have a step compensation system with number of steps ranging from 7 to 12. Only
two communities provide call back pay for non public safety/public works personnel. None of
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the communities surveyed provides merit awards, other than North Reading providing such
award to Managers only. Ten (10) of the twelve (12) communities provide longevity pay
starting at five (5) years with either a percentage or flat dollar amount. Only one community
provides longevity pay at 30 years.

A review of the compensation systems with steps indicates that the proposed new
compensation system with 10 steps provides a more comparable system. A review of the
longevity pay systems indicates that Tewksbury provides one of the most generous systems,
with significantly higher flat dollar amounts, as well as high percentage systems for the AFSCME
group of personnel. The current system in place adds a very positive to the total compensation
package for employees.

Additionally, included in Appendix A are some details on Compensatory Time policies of a few

communities that were surveyed. This provides a snapshot of some additional systems that
could be utilized to address compensatory time.

IMPLEMENTATION AND OTHER RECOMMENDATIONS

The following sections are intended to assist and guide the Town of Tewksbury in implementing
the proposed classification and compensation plan. Successful implementation will require a
concerted effort by town officials and employees to make equitable judgments in a consistent
and objective manner.

INITIAL PLACEMENTS FOR CURRENT EMPLOYEES

The placement of two or more positions on a certain grade represents a judgment that those
positions should be compensated comparably within the range provided. The range is similar
to a scale providing Tewksbury with the opportunity to make distinctions between employees
(not positions) based upon established criteria applied consistently. These criteria might
include special abilities, experience, longevity, and/or any other factors determined by the
town.

TITLE CHANGE

Some title changes are recommended for a few positions. The recommended titles either
better reflect the duties of the position, are more contemporary, or are gender neutral. The
following are recommended:
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Current Title Proposed New Title

Head Filter Operator Water Treatment Operator
Administrative Director — Police Police Iinformation Director
Administrative Director - HR Human Resources Director
Motor Equipment Maintenanceman Motor Equipment
Maintenance Technician

Parks Maintenance Craftsman Parks Maintenance Technician
SHMEO Sewer Maintenance Craftsman SHMEO Sewer Maint. Technician
Water Machinery Repairman Water Machinery Repair Technician
Building Maintenance/Facility Maintenance

Worker Facilities Maintenance Specialist
New Title Adult Services Librarian
New Title Professional Librarian — Community

Outreach —Technical Services

Title changes to be implemented by Tewksbury should be reviewed and incorporated in any
final Compensation and Classification Plans adopted.

SALARIES BELOW PAY RANGE

If the salary of an employee is below the minimum of the grade range at the time of
implementation, every effort should be made to bring it into the range. At the time of this
study, MRI has found 22 employees that are below the minimum within the grade proposed. In
cases where this increase would result in an excessive increase, it may be more practical to
raise the salary in steps over a period of two fiscal years, so additional funds that may be
required could be budgeted. Another option for consideration is to establish a minimum and
maximum percentage that an employee could receive the first year, such as one to three
percent, and place employees within a close grade/step with further adjustments in the coming
year. These alternatives provide recognition by the town that modifications need to be made,
however, also provides recognition that such increases need to be budgeted. The town should
move forth to establish a plan to bring positions into the range.

SALARIES ABOVE PAY RANGE

To maintain morale and a sense of fairness, MRI recommends Tewksbury not reduce the
compensation level of any current employee. If an employee’s current salary falls above the
upper limit of the recommended grade range, the town should maintain the employee’s salary
above the maximum for the grade until the employee retires or separates from the town. This
is called “red-lining” a position. New employees can be hired at the appropriate lower pay.
Currently, several employees fall within this category. MRI recommends a single administrative
policy be adopted and subsequently applied in all cases. There may be other reasons specific
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employees fall above the pay range, such as having additional responsibilities they were
compensated for or possess unique additional qualifications the town believes is necessary.
However, most communities will not grant a step increase to an employee’s base salary once
he or she has reached the maximum step of the salary range, only a COLA adjustment. Most
communities adhere to the range maximums and do not permit employee salaries to extend
beyond the maximums. Tewksbury should also continue to grant cost-of-living increases to
those employees who have reached maximum level within the grade range. Modifications may
additionally be necessary as a result of collective bargaining agreements and union
negotiations.

CLASSIFICATION VS. MARKET-BASED SYSTEMS

The most common method for valuing jobs and placing them within a grading structure is a
market-driven approach. However, today many municipalities are becoming concerned about
the internal equity of positions and are looking at classification systems to assist in correcting
this problem of “internal pay equity”. The combination of reviewing the market study, along
with the point factor system, provides an opportunity to address this.

VACANCIES

When a vacancy develops, it is a good time to automatically review the position. This may
involve a job analysis and updating the job description, and reviewing the market for the
particular position.

UPDATE AND MAINTAIN THE CLASSIFICATION AND COMPENSATION PLANS

The town should maintain and update the classification and compensation plans in accordance
with union negotiation when appropriate. This would include the following tasks:

° Conduct regular position reviews to assure positions have current functional job
descriptions that are based on job content.

° Conduct job analysis of new positions to assure these positions are properly
assigned to a grade.

° Review positions to ensure internal equity in relationship to other town
classifications.

° Conduct periodic salary surveys (every three years) to ensure market
competitiveness.
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IMPLEMENTATION OF PAY PLANS

Our study results indicate that for the Town of Tewksbury to maintain a competitive edge with
the market and retain qualified employees, the proposed salary schedules should be
implemented. MRI received sufficient and extensive data for this analysis and the findings are
valid. Itis recommended that the new step system be implemented as soon as possible for
groups that currently have plans with a minimum to maximum range, as these positions have
not been able to advance towards the maximum amount due to no established system for
progression. The Town may want to consider some type of new merit evaluation system in
order to move forward through the steps; otherwise, a similar system to other plans in the
town that currently have steps could be established. Employees that are currently in systems
without steps in the town have not experienced the positive incentive that those with step
systems have enjoyed. The new system provides more consistency for all employees.

IMPLEMENTATION OF CLASSIFICATION PLAN

The town should implement MRY’s proposed Classification Plans in order to have a valid
structured system that complements the salary schedule. The attached classification plans
include positions and/or re-titled positions and should be implemented in accordance with the
town’s funding implementation. Of course, all union positions would require collective
bargaining. It should be noted that the Classification and Compensation Plans incorporate all
town positions, union and non-union Two plans were developed as requested by the town,
rather than including all positions in one plan. There is one plan for AFSCME and one for PRRB,
both based on the same criteria, each with 13 grade levels.

COST-OF-LIVING

If a cost of living percentage increase is granted annually, in the future it should be applied to
the entire salary schedule and updated. This raises the compensation rates for the entire
compensation schedule equal to changes in the cost-of-living. This COLA can be determined by
the CPI (Consumer Price Index) or what surrounding communities are implementing for an
annual cost of living.

PAY-RELATED BENEFITS

A review of survey results pertaining to various compensations systems, longevity pay, and
compensatory time policies indicates that the majority of communities do have compensation
plans with steps ranging from 7 to 12 steps. The progression in steps is primarily a result of
negotiated or automatic increases and not merit awards or evaluations. The proposed new
plans recommended incorporates steps for all positions. The town should consider
implementing the system whereby employees move through the steps on an annual basis. If
the town has a valid consistent performance evaluation system in the future, the annual
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increases could be as a result of the evaluation. Many communities are now pursuing having
formalized evaluations systems developed and associating step increases with performance
rather than automatic increases.

Tewksbury’s longevity plan was compared with communities who give some form of longevity
payment. This added compensation benefit is typical in many municipal organizations. The
benefit in Tewksbury is most generous and in most cases provides higher flat dollar amounts or
percentages to employees than other communities. This adds to the overall total
compensation that should be considered for employees when adding salary as well as other
benefits provided.

SCHOOL ADMINISTRATOR POSITIONS

A review of the market data survey of the School Administrator positions indicates that the
current salaries overall fall within ten percent of the average of other communities surveyed.
The current salary structure is adequate unless Tewksbury Schools have a need to be more
competitive with higher salaries for other reasons. This would only be necessary if recruitment
or turnover, for example, was an issue.

MINIMUM WAGE

The Commonwealth of Massachusetts has adopted a minimum wage that exceeds the federal
requirements. The minimum wage in 2014 was $8.00 and it increased January 1, 2015, to
$9.00, and will increase in 2016 to $10.00. During a review of rates of pay for all employees, it
appeared that some listed were below the Massachusetts minimum wage. This has been
addressed on the new schedules.

CONCLUSION

The Town of Tewksbury’s compensation program had fallen behind the municipal labor market
for some positions, while others significantly exceeded the market. This is evident in the data
and analysis included in this report.

MRI received sufficient and extensive data for this analysis and is confident in the market
results. This compensation program is based on the collective bargaining process between
union and management for those positions that are unionized. The other positions can be
placed on the new pay scale with updated classifications and job descriptions and salary
changes implemented pending funding.
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The Municipal Classification and Rating Manual will provide Tewksbury with further assistance
in evaluating both current positions and newly established positions. it should be utilized in
addition to market data when determining the appropriate grade levels for positions.

Market surveys should be conducted every three years. The proposed classification and
compensation plans should be viewed as only one step in the development of a total
compensation program. The methodology will be of assistance in furnishing improved tools
and guidance to management personnel. Ensuring that job descriptions, salary, and
classification plans are regularly reviewed and have valid methodologies will ultimately improve
the management of compensation for all positions.

Since both the Town of Tewksbury and the labor market are active and subject to constant
change, it should not be expected that these plans will provide solutions to all salary problems,
nor will it eliminate the need for mature judgment in the administration of salaries. It does,
however, provide a framework within which most salary matters can be handled.

Municipal Resources, Inc. has provided the Town of Tewksbury with the methodology,
guidelines, and tools to maintain the classification and compensation plans. Used together, job
evaluation and salary surveys equip Tewksbury with the information needed to maintain a
sound and consistent pay structure. Thus, the employees are assured of being compensated on
an equitable basis compared with their internal colleagues in the organization, and are assured
that their compensation is on par with external competitors too. While both job evaluation and
salary surveys attempt to achieve consistency in the wage structure, they use different criteria
to evaluate consistency (i.e., internal vs. external comparison). This methodology works at
striking a balance between internal and external pay equity.

Please review the attached key documents to this report.

DISCLAIMER

Although every effort has been made to ensure the accuracy and completeness of this report, Municipal
Resources, Inc. cannot be responsible for any errors of positions, salaries, and wages of other
organizations; positions and salaries are always changing. Nor can we be responsible for the changes in
any laws or regulations that may affect the positions studied.
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COMP TIME POLICY

Andover
The Town stated in the three-year agreement for FY1999-

FY2001 that it is “ interested in providing some form of recognition
for exempt employees when they work extraordinary hours.”

6.4.2 Authorized Leave - General: In general, employees in Exempt
positions will work occasional overtime without additional
compensation to perform their duties and responsibilities without
regard for the specific amount of time required. In certain
circumstances, Exempt employees will be required to work an unusual
or extraordinary amount of overtime to meet job demands and time
requirements established by their department head. (Examples —
frequent and numerous night meetings, frequent call-back not covered
by cash compensation, weekend meetings, emergencies extending into
the next work day, etc.) It is our goal to recognize this additional

effort. Although cash compensation will not be provided,
compensation for this extraordinary effort will be recognized by the

use of AUTHORIZED LEAVE at the request of the individual to their
department head or authorized representative in advance. This leave
is not intended to be used or granted on an hour for hour basis.
AUTHORIZED LEAVE will be granted in half-day or full-day increments
and will not exceed more than one day within any workweek. The
weekly payroll time slip must indicate the day that AUTHORIZED LEAVE
is used and have the appropriate signature.
6.4.3 Authorized Leave — Holiday Work: When an exempt employee is
expected to work on a holiday, the employee shall be granted a ¥z or
full day off as AUTHORIZED LEAVE by his/her department head. Such
time off must be taken within 60 calendar days and will not accrue.
The weekly payroll time slip must indicate the day that the
AUTHORIZED LEAVE is used and have the appropriate signature.

Melrose

A. COMPENSATORY TIME Exempt Employees

Under the law, those individuals employed in a bona fide executive, administrative, or professional capacity are
exempt from the minimum wage and overtime requirements of the Fair Labor Standards Act (“Act”). As a result,
exempt employees are not entitled to either overtime pay or compensatory time pursuant to the Act.

Non-Exempt Employees

Under law, non-exempt employees covered by the Act must receive overtime pay for hours worked over 40 in a
workweek at a rate not less than time and one-half of their regular rates of pay. The Act does not require overtime
pay for work on Saturdays, Sundays, holidays, or regular days of rest, unless overtime is worked on such days. In
accordance with the Act, different overtime requirements apply to certain individuals employed in a public safety
Non-Exempt Employees Compensatory Time Off

When non-exempt employees are required to work beyond the time it normally takes them to complete their job
responsibilities, non-exempt employees shall be allowed to apply for reasonable compensatory time off subject to
this Policy during such times as their Department Head reasonably determines will not adversely impact City
Compensatory time is not an entitlement. It is expected that non-exempt employees will extend the time to
accomplish the usual tasks required of their position in a timely and efficient manner. Non-exempt employees shall
be allowed to accumulate and use Compensatory time on a case-by-case basis as determined by their Department
Maximum Time Off for Non-Exempt Employees

Municipal
10 Resources



COMP TIME POLICY

Compensatory time is not guaranteed and will not be granted on an hour-for-hour basis for time worked over 40
hours. The purpose of this Compensatory Time Policy is to allow time to offset the extraordinary time put in during
peak and exceptional workload periods. Compensatory time taken will be limited to 14 hours within a calendar year
except for unusual circumstances approved by the individual Department Head.

North Andover

D. Compensatory Time

At the option of the Department Head, non-exempt employees are eligible to receive compensatory time in lieu of
overtime in conformance with the Fair Labor Standards Act (FLSA). Any compensatory time must be utilized within
the subsequent 120-day period after when it is earned. As with any time away from work, employees must
schedule the use of compensatory time with their supervisor. (See also Section Ill-A, Non-Exempt Employees)

E. Additional Hours

Exempt employees are not eligible for overtime or compensatory time. Exempt employees are expected to work
the number of hours necessary to accomplish assigned duties and responsibilities. With regard to time sheet
record keeping and this policy, Additional Hours are defined as hours spent outside the “Work Schedule” as the
result of an emergency or extraordinary situation as determined by the appropriate Division Director or the Town
Manager. The recording of Additional Hours worked is for informational purposes only and in no way should be
construed that the exempt employee has accrued compensatory time or overtime to be taken as future leave or to
Exempt employees with the permission of their supervisor may, on occasion, take time off from the “Work
Schedule” when the exempt employee has worked approved Additional Hours. Time off from the “Work Schedule”
shall be limited to an occasional half-day off or less, but shall not include full days and/or weeks off.

Any existing Additional Hours balances as of October 15, 2012, will no longer be reported on time sheets or used
for time off after June 30, 2013. Any new balances reported commencing October 16, 2012, and thereafter will
expire at the end of the calendar year in which they were reported.

North Reading
A. At the Employee's discretion, overtime compensation may be paid as time off in lieu of compensation (i
.e. "compensatory time off '), with the Department Head 's approval, m accordance with the following conditions:
(1) Employees may not accumulate more than 17.5 compensatory hours during each calendar quarter
beginning with the effective date of this agreement. Employees may not exceed 35 compensatory hours in their
(2) Compensatory time off shall accrue at the rate of one and one-half hours for each one hour of overtime
worked over 35 hours, except for overtime worked on a Sunday or a holiday recognized by this agreement, which
shall accrue at a rate of two hours for each hour of overtime worked in excess of 35 hours.

B. Compensatory time used as time-off shall be taken in such amounts and at a time that is mutually agreed upon
by the Employee and the Department Head . The Department Head in his/her decision will not be arbitrary or

In lieu of compensatory time off, employees whose scheduled work week is 35 hours or more per week may elect
to be paid at the overtime rate for any hours worked beyond 35 hours. Employees whose scheduled work week
runs between 10 and 35 hours per week may elect to be paid at their regular rate for hours worked beyond their
normal hours up to 35 hours; any hours that exceed 35 hours would then be paid at the overtime rate. At the
Employee 's discretion, said compensatory time may be utilized as time off by the employee during the same
calendar quarter in which it is earned; rolled into the next quarter or compensation for accumulated compensatory

Compensatory Time - Salaried Employees.

It is recognized that salaried employees must devote a great deal of time outside the normal office hours to the
business of the Town and to that end, these employees will be allowed to take reasonable compensatory time off
during said normal office hours. Compensatory time is to be used on an irregular basis not to exceed 7.5 hours per
payroll week unless otherwise agreed by the Town Administrator . The maximum amount of compensatory time
that can accumulate at any one time is 37.5 hours, however any additional compensatory hours accrued above
37.5 hours are for tracking purposes only and shall have no monetary value in excess thereof. Compensatory
time as accumulated shall revert to a zero balance as of January 1st of the following calendar year.

Upon resignation or termination the employee is entitled to monetary compensation up to 37.5 hours of

Municipal
1 Resources



COMP TIME POLICY

Westford
Employees, who are exempted from the overtime provisions of the FLSA, shall be able to accumulate up to twelve

(12) hours of compensatory time off a quarter, on an hour-for-hour basis, for time worked in excess of their regular
workday. Any accumulation of compensatory time must be used within six

(6) months of accumulating it, with Department Head approval. Such compensatory may not be cashed out. Use
of this compensatory time off shall not be unreasonably denied. Department head s may allow extra time off
beyond this compensatory time, but the decision whether to grant such time off shall not be subject to the

Municipal
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TEWKSBURY PROPOSED
CLASSIFICATIONS/GRADES - AFSCME

1
Library Clerical Assistant
2
Children's Specialist
3
Dispatcher
Facilities Maintenance Specialist
Operations Assistant
Parks Maintenance Craftsman
Senior Account Clerk
Senior Clerk/Secretary
4
Head Account Clerk
5
Collections Specialist
Dispatch Supervisor
Heavy/Special Heavy Motor Equipmet Operator
Payroll & Accounts Specialist
Technology Specialist
Water Machinery Repair Technician
6
Crew Leader
Motor Equipment Repair/Maintenance
Office Manager
Plumbing/Gas Inspector
Property Reviewer/Data Collector
Water Treatment Operator

Municipal
Resources



TEWKSBURY PROPOSED
CLASSIFICATIONS/GRADES - AFSCME

7
Chemist
Supervisor (Fleet, Highway, Water/Sewer)
8
None
9
None
10
None
11
None
12
None
13
None

Municipal
Resources



TEWKSBURY PROPOSED
CLASSIFICATIONS/GRADES - PRRB

1
Assistant Animal Control Officer
2
Account Clerk
3
Facilities Maintenance Specialist
4
Animal Control Officer
Library Associate
5
Administrative Assistant
Administrative Assistant-Permit Technician
Administrative Secretary
Electrician
6
Assistant Town Clerk
Executive Secretary
Sanitarian
Veterans' Services Officer
Wiring Inspector
7
Administrative Services Assistant
Adult Services Librarian
Alternate Building Inspector
Assistant Assessor
Executive Assistant
Health [nspector
Local Building Inspector
Police Information Director
Professional Librarian
System Operator

Municipal
Resources



TEWKSBURY PROPOSED
CLASSIFICATIONS/GRADES - PRRB

8
Assistant Accountant
Assistant Building Commissioner
Assistant Library Director
Assistant Treasurer/Collector
Public Health Nurse
Town Planner/Conservation Agent
9
Assistant to Town Manager
Director, Council on Aging
Human Resources Director
Project Manager
10
Assistant DPW Superintendent
Building Commissioner
Chief Assessor
Chief Operating Engineer
Director of Public Health
Library Director
Technology Operations Manager
Town Clerk
Town Engineer
Treasurer/Collector
11
NONE
12
Deputy Fire Chief
Deputy Police Chief
13
Chief of Police
Director of Community Development
Finance Director
Fire Chief
Superintendent of Public Works

Municipal
Resources



$331n0s3Yy
lediunyy

Y ZILELL v¥'GEG'OLL #0°122'80L 91°066'501 26'120'€0L 2E'915'001 9£'€.0'86 91'2.9'66 09°EEE'EH 89'260'16 lenuuy

0v'8L1'2 0Z'521'e 028202 08:220'2 09'€l6'} 09'626'L 08'8.8'}L 08268’ 00'882'L ov'vbl'L Ajeam

oV’ PS EL'ES €8'LG 16'0G 1404 L4514 LB19Y (414 0Livy L9'EY ApnoH €l

9€"LEL'v0L 00°062'101 82'G0E'66 02'€88'96 9.'€25'v6 96'922'26 26°L26'68 25'61L'L8 88°'829'68 88°0¥5'€8 lenuuy

08'866'L 001066} 0¥'206'} 001968'1L 08'018°L 08'99.°} 09'€2L'L 09'189'L ovove'L 0v'009'L Apieam

L6'6Y GLi8Y 9GiLY 1414 L2SY Llivy 60iEY L4424 LOiLY. 100 AunoH 44

Z6'ELL'GE 9E'GLE'EE ¥¥'660°L6 91°'988'88 ¥Iy1L'98 9.'509'v8 ¥9'8£5'28 91'¥£5'08 b¥LL5'8L 8%'059'9L lenuuy

09€E8’L 08'88.'L 0Z'SvL'} 08'20L'} 021991 08'029'} 02’185’} 08'2¥5'L 02606} ov'8oY'L Apieam

P8ISY 7544 EQ'EY LS2 €Sy 25'0¥ £€5/6€ 15'8€ €9'LE 1L'9E AunoH 23

8z°128'.8 #9°0,9'68 $9'286'€8 0¥'9e5°18 08'255'6L 96'019'2L 88°0L'GL YrELR'EL 9/°LL0'2L ¥8'€2E'0L lenuuy

0vi289'L 0Z'k¥9'L 02'109'L 007296} 00'+25°)L 08:98%') Ov:0SY'} 0TSiv'L 08'08€'L 0T LVE'L LE

902 e0'Ly €0'0¥ G0'6E 0Li8E LI'LE 92:9¢ 8eise (4843 899'€E AunoH 0L

¥0'555°08 2£'265'8L 9€'149'9L 91'26L'¥vL 09'626'2L 08°002'LL 9.'/9v'69 8v'9..'L9 96'921'99 02'615'¥9 lenuuy

0Z'E¥S’) 09'605'L 08'89%'L 08i2EV'L 00'86€'L 00'V9E'L 08'0€E'L ov'862'L 08/992°L 00'9€2'L Apjesm

95'8¢ ¥9'LE 2L9E 95 G6 ¥t 0l'vE LTEE ov'ce L9°LE 060€ AunoH 6

ZE'¥68'EL ¥9'860'2L TL¥YE'0L 95°2€9'89 91'296'99 25 EEE'SY ¥9°9v.'€9 25°102'29 82°,.9'09 08'¥61'65 lenuuy

09'GivP'L 0218’} 09°LpE'L 0g'vie'l 08282} 0971521 oz'iee’t 09164} ov'egl't 00'WEL'L Ajeam

6E'GE EG'¥E 69'EE 182E L0'2E 62°1€ €6'0¢ 6162 80'62 GE'82 AunoH 8

¥Z2'818'29 2.'891'99 96°095'¥9 96 ¥66'29 ¥a'6vp'L9 89'9¥6'65 88'v8Y'85 ¥0'590°25 80°999'SS 88'80E'¥S lenuuy

02662} 097292} 08'9€2'L 08902} 0CLLL'L ovigvLL ov'ozi'h 02'€60'L 0¥'990'} ov'0v0'L ADIBaM

1 4t4% 69'LE ¢6'0E L1°0E £v'62 11182 10'82 €€°.2 99'92 10192 Aunoyy L

92'Ev2'29 $0'61.'09 96°962'65 ¥8'66L°LS 00'9.€£'96 26°L66'vS 09'199'€S 91'9¥€'2S 8Y'2L0°LS 89'618'6¥ lenuuy

ov'e6LL 02'E9L'L 08'vEL') 0C'L0L'b 00°080'L 09'€50°L 00'820'} 08'200'L 0¥/8.6 0b'¥S6 ADjEaMm 4

18162 80162 PAN: T4 89742 002 $€9¢ 0L152 L0°GC 514144 98'€2 AunoH 9

26'580'.S 96'989'G5 9.'62E'¥S ZEVLO'ES 9L'6LL'LS 96'99%'05 ¥0°'SEZ'6Y 00'¥20'8% TLY68'9Y 2E'90L'SY lenuuy

09'€60'L 08'990'L 08'0%0'1L 09510°L 08066 08:996 0C'evd 00:026 09'268 09'5.8 Apjoam

peLZ 19192 2092 6€'62 LLVT LL'v2 85'€2 00'€C Ladt44 68'L2 AunoH S

91°9vE'2s 8v'2.0'LS 89'618'6Y ¥9'809'8Y sy aLy' Ly 80°0.2'9¥ 95°2rl Sy 26'GE0' VY ¥0'LL6'2Y ¥0°L26'LY {enuuy

0812001 0p:8.6 0b'¥56 02 LE6 0¥'806 0¥'988 0898 09'cv8 0cees 02'£08 TR

L0'52 A4 981€2 82T LL'ee 9lize 29'ie 602 8502 80/0C ApnoH 14

00'¥20'8¥ 2L¥58'9% 2€'90L'SY 89'665'vv Z6'EIS'EY Y0'6YY'ZY ¥0'S0¥' LY 08'20¥'0v ¥ L2Y'6E 96°09¥'8€ lenuuy

001026 09:268 09548 0¥’ #58 09'€e8 0Z'El8 02'€6L 00'#LL 02'65L 08'9¢€L Apjeam

00:€2 vv'ee 68°'Le 9124 802 €€:02 €9'61 GE16L 88181 [A4:13 AunoH £

26'GE0'vP YO'LL6'2Y $0°L26'LY 26'€06'0Y 89°106'6E 2€'026'8¢ ZL086'LE 00'290'L€ 91'¥91'9€ 02'.82'GE lenuuy

09'EP8 0zeze 02'e08 09°€8L 0v'$9L 09'Sv.L 09°'L¢2L 001042 08:269 001929 Apisam

6012 85102 8002 65'61 LL'6) v9'8l 6181 GLLL (413 06'9l AunoH 14

95 vb'0Y 0Z°€9P'6€ 2.'206'8¢E Z1'€9G'LE 0¥ ¥¥9'9e 96°9%L'SE 09'698'v€ ZSELO'VE 2E'8LL'EE 00'#9€'2E lenuuy

08'v2L 00'98. 09'.eL 09'6LL 00120 08'¥89 00899 09159 09'6€9 00'029 Apieam

LE'61 06'8L a3 66'LL GG LL 4543 0L9L 6291 6861 055} Aunon b
ol 6 8 L 9 S 14 € [4 } unowy {3avio

1eah Jad syeem Z'Zg U0 peseq |enuuyeam Jad sinoy Oy uo peseq A|}BSAR

NVd AVd 9L0ZAd AANESHMIL A3SOdO¥Ud




$374n0s3Y
fediunyy

5'609'90L $2°200'v0L 6% L5b'LOL ¥0°166'86 G0'€85'96 S0'¥EZ'¥6 YO'v¥6'L6 69'269'68 6Z'005'.8 $8'99€'68 |enuuy
SZ'Zv0'e 8E266'| E9EVE') 8€7968') Ge'058'} 62608’} 8E°192'} CrACTYAL 62'9.9'L 8€'GE9'} Aj@am
idie] EL'ES £8'LS 1508 be6Y L8y L69V. 28’6y 0L'¥P L9'EY AunoH el
¥5°918'L6 6€'821'G6 0.'860'€6 00°'828'06 62'919'88 ¥0'€9¥'98 ¥6'8vE'¥8 0€'€62'28 ¥€'L.2'08 ¥8'61£'8L |enuuy
88°€28'1L £1:828'} 05°€8.'} 00°0¥L'} £9°'/69'} 8€'959'L 88/519'L 06'945'L 88°LEG'} 8E100G'} ADIBaM
L6'6¥ GL'8v 95'Ly (414 L2Sy A% 44 60'EY 444 (N34 10'0% AunoH (43
08°LEL'68 0v'6€5'.9 66'60¥'58 ¥0'LEE'ED ¥2'S62'18 06'LLE'6L ¥2°08€'LL +0'1L05'GL 66'099'€L 60°098'HL |Bnuuy
006121 00:249!} €1°9€9'} 8E'965'} 8€°L5S5'} 05615’} 8E'28Y' L 8E'OV¥'L ELLLY'L €919LE'} Apieapm
¥8'SY cLivy 124 4 YA A4 5Ly (44114 €5'6€ LG'8E €91.E 1Li9e AlinoH 22
Sv'2ee'eg 6¥'91€'08 66'85€'8L $9°0¥b'9L GL08G'v. ¥509.'2L §6'826'0L GE952'69 06'2.5'L9 09'826'S9 lenuuy
GT'LLS') £9°8EG") €1°106'L 8E'YOY'L SL82Y') 88'€6€E"L GL'65E')L GL'92E' )L 05'v62' L 00i€9Z'L LEEE
902y €0’V £0'0V S0'6E 01'8¢ LL'LE 92'9¢ 8E'6E e5ve 89'6E AunoH 0l
6£'025'GL 0€°089'€L 0¥'6.8'LL G9°211'0L 68'¥L¥'89 GL06.'99 62'921°'69 S¥'0vS'E9 62'¥66'L9 62'984'09 lenuuy
SLOYY'L 05’ Liv'L 00°LLE') GTEVE'L £9'01E'L GL'8.2'} £9°/vC') STLITL £9°281') 528511 [EEE
85'8E y9'.LE 2L'9e 28'GE S6'¥E olL've LZEE ovize L9LE 0610€ AunoH 6
61'922'69 ¥.265'L9 y'8¥6'69 62'EYE'Y9 62'LLL'29 ¥ 05219 ¥.1'29.'65 61 '7LE'BS 56'¥88'95 6E£°G6Y'SS |lenuuy
€1°/2E'L 88'¥62' | 8E€'€92°L £9'2€2'} €9'202'L 8EELL'L [ER0 ELLLLL GL680'} £1°€90'} ADi9am
6€'5E €5'vE 69'EE 1828 L0'ee 62'1E €5'0¢ 662 90'62 ge'ae AunoH 8
09'6/5'€9 ¥¥'€€0'29 06'525'09 ¥0'850°6S 6¥'609'LS 60°002'9S ¥8'628'¥S L'86V'ES G6'981'25 ¥8°¥16'05 lenuuy
00'812'L 8€'881'} 05654} 8EIEL'L €97E0L"L €9'9.0'} 8€°050°L 88'%20'}L G.'666 8€5.6 Ajaam
8v'ze 691LE ¢6'0E L10€ 13414 1L'82 10'82 €eLe 99'92 1092 AunoH L
PE'EGE'8S 01'v26'0S ¥ ¥EG'GS 09'€8L S 05258'2S 65°095°LS GL'10€'0S 6L¥.0'6¥ S¥'088'LY G6'50.L'9V lenuuy
88 LLLL 05'060'} 88°€90'} 00'8€0'} 05'Z10'} GL'.86 GL'E96 £1°0¥6 ST LL6 GL'v68 Apioap
18'6¢ 80'6¢2 L1882 891.2 00°'LC bE92 062 L0'5¢ ¥ v2 99'€2 AunoH 9
G0'81G'ES 6.'902'2S S1'¥E6'0G 611026V 5 L8¥'8Y YO'ELE LY 68°L5L'9Y 05'220'G¥ 0€'926'Eh ¥6'6¥8'2Y fenuuy
G2'Ge0'L £4°000'} GL'GLE €1'256 89'826 8£'906 GZ'¥88 06298 05'1L¥8 881028 ApiBsM
e LT 19192 2092 6€'62 LL'Ye LL'vT 95°€C 00€2 vv'ee 68'L2 AunoH S
6.°v.0'6Y Gv'088'LY §6'50L'9¥ 09'0.5'S¥ 60°SGY v 0Z'8.E'EY SL'L2eey v6'€82' LY GE'582'0Y 09'90€'6€ fenuuy
€L10v6 STILLE GL'¥68 00/€.8 £9'168 00'1e8 GL018 88'06. SLLLL 00 €5 ADIBaM
L0652 v ve 98'€2 82 €C (FAr44 9L'ee c9'le 601¢ 8502 8002 AunoH 14
05°220'Sy 0£'926'EY ¥6'6¥8'2h 0z'2Zi8'Iy 0E'v6L'0V ¥2'96.'6€ 6Y'L18'6E 68°2.8'L€ 09°256'9€ §1'/50'9€ lenuuy
05'298 0G'iv8 88028 00°108 05'184 8€'C9L £9'EvL €9'52.L 001802 G.069 Aplaam
00'€2 L4444 681¢ 9e'le 8102 £€02 €8°61 SE6L 8881 (4410 AunoH €
¥6'€82' LY GE'68Z'0Y 09°90€'6¢ 69°L¥E'8E 60°'80V'LE 08°/8v'9€ 61°209'6€E 68'GP.L'vE 06'€06'CE GL180'EE lenuuy
88'062 SLVLL 001ESL €OPEL €991 001669 £1'289 £9'599 05'6¥9 GL'ee9 LEEEI
60°L2 86'0¢ 8002 6G°61 LL'6L 9’81 6181 SLLL e Ll 06'91 AunoH [4
¥0'L16'LE G1'966'9¢€ 0£°960'9€ 69°612'GE 6E ¥SE'VE Ov'ZIG'EE S2'069°CE ¥6'/88°LE ¥6'¥01L'LE G2 L¥E0E lenuuy
8e'92L G.'80L 06'169 £9'¥L9 €1'859 00'2¥9 G2'929 88019 88'G65 GT'L8S ApiEam
LE'6L 06'8L pp'8L 667L1 GG'LL cLit 091 629} 68'Gl 05'S} ApnoH 5
ol 6 8 L 9 S 14 € 4 l junowy [30Vi9O

Jeak Jod syeem Z'zG uo peseq |enuuypjeem Jad sinoy g'.L¢ uo peseq Ao

NVd AVd 9L0ZAd AHNEGSHMIL A3S0d0dd




